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Abstract

This study examines racial discrimination in the Dutch labour market and the
influence of education. In a correspondence test, this study sent fictitious paired applications
of black and white male candidates to entry-level jobs, distinguishing between semi-skilled
jobs and jobs requiring a college education. The resumes were assigned a photo of a black or
white man whose skin colour served as a proxy to manipulate race. Three hundred
applications were sent to 150 job vacancies. This study found significant discrimination
against black applicants, who must submit 28 percent more job applications than equally
qualified white applicants to receive a callback from employers. These racial disparities
demonstrate the significance of skin colour in the Dutch labour market. So, the results
contradict the ideology of a just world in which every person has equal opportunities.
Moreover, the data did not support that the difference in callbacks between white and black
candidates is smaller when applying for jobs requiring a college education than for semi-
skilled jobs. So, this study did not find that a higher-level educational degree significantly
decreased racial discrimination against blacks. As such, skin colour and race provide a crucial
area for future research in the Dutch context. I discuss the implications for theory and

practice.
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Introduction

According to the meritocratic ideology, differences between people in terms of their
social position, income, and social network are justified as long as everyone, regardless of
their origin, has the same opportunities to develop their individual capabilities (de Beer & van
Pinxteren, 2016). As in many Western countries, this ideology is widely embraced in the
Netherlands (Steijn et al., 2016). However, there are still many inequalities among various
groups in Dutch society (de Beer & van Pinxteren, 2016). A popular notion is that education
is the great equaliser. From an early age, children are taught that education is the door to
success. Statistics support this idea; unemployment rates decrease and wages increase with
increasing levels of education (Centraal Bureau voor de Statistiek, 2021; Centraal Bureau
voor de Statistiek, 2020a). However, these statistics do not account for additional factors that
might influence a person’s job opportunities, such as racism or discrimination. These factors
are central to this study. Specifically, I will take a closer look at racial discrimination in the
Dutch labour market and the influence of education.

One of the earliest studies on racism in the Netherlands is from pioneer Essed (1991).
She gave several black citizens a voice; they generally agreed that racism is inherent within
the social system. Even though this finding cannot be generalised, Essed argues that it calls
for more research into racism within the Netherlands. However, 30 years later, extensive
research in this area is still absent. More recently, Hondius (2014) conducted numerous
interviews with black Dutch men and women to examine their experiences in the Netherlands.
Many interviewees in her study were rejected during job applications and suspected that their
skin colour played an important role in their rejection. The current study responds to the call
of Essed (1991) and the experiences of the respondents in the study of Hondius (2014) by
examining if employers favour white applicants when similar black and white applicants

apply for the same job.



The Dutch case is particularly interesting because the Netherlands seems to regard
itself as inherently non-racist; terms like race and skin colour are generally taboo (Hondius,
2014; Wekker, 2016). Some argue that differential treatment by race is something of the past
and that racial discrimination has been eliminated by anti-discrimination legislation, public
pressure, and diversity management strategies (Sabharwal, 2014; Veenman, 2010). However,
as mentioned above, several qualitative studies report that systematic racial disadvantage is to
be expected in all areas of Dutch society, including recruitment processes due to employer
prejudice (Essed, 1991; Essed & Hoving, 2014; Hondius, 2014; Wekker, 2016; Wekker &
Lutz, 2001).

Race is generally associated with phenotypic characteristics of which skin colour is
deemed the most prominent feature (Omi & Winant, 2014; Sesardic, 2010). Therefore, it is
important to gain a better understanding of skin colour and the potential implications on job
opportunities. However, current data limitations make it difficult to empirically test whether
employers find people’s phenotypic features, such as skin colour, either relevant or irrelevant.
Here | extend current work by explicitly examining labour market discrimination based on
skin colour to assess to what extent this physical characteristic affects job opportunities in the
Netherlands.

Field experiments in the United States consistently show that white applicants receive
more callbacks from potential employers than black applicants after submitting a job
application (Baert, 2018; Bertrand & Duflo, 2017; Quillian et al., 2017; Riach & Rich, 2002).
These findings are consistent with the earlier mentioned experiences of black Dutch citizens
in the study of Hondius (2014). Therefore, | hypothesise that black applicants receive fewer
callbacks than white applicants within the Dutch labour market.

Furthermore, | hypothesise that education does not serve as the great equaliser for

racial discrimination in the Dutch labour market. Bovenkerk et al. (1995) found that there is



less discrimination for jobs that require a higher level of education in the Netherlands. As a
result, they argued that education is essential in reducing discrimination and enhancing the
position of minorities in the labour market. Nevertheless, there was still a considerable
amount of discrimination in the applications for jobs that require a college education.
Therefore, | hypothesise that employers will discriminate less in terms of callbacks between
white and black candidates for jobs requiring a college education than for semi-skilled jobs.
However, black applicants who apply for jobs requiring a college education will still receive
fewer callbacks than similar white applicants.

Further, because of the limited timeframe of this research and to ensure sufficient
statistical power, | determined that | had to choose whether to conduct this study for either
men or women. In the end, | decided to study men because I identify as one myself and
because this group is quantitatively the most involved in the Dutch labour market?.
Accordingly, this study seeks to answer the following research question: “To what extent does
skin colour influence the likelihood of receiving a callback from potential employers of black
and white male applicants within the Netherlands? And what is the impact of different levels
of education on this effect?”.

Field experiments are widely considered the most appropriate way to identify racism
in recruitment (Bertrand & Duflo, 2017; Riach & Rich, 2002). This approach provides
information about natural hiring procedures, and it allows to isolate the effects of applicants
through matching and random assignment (Pager, 2007; Pager & Shepherd, 2008). Therefore,
I employed a field experiment methodology by conducting a correspondence test. By holding
constant levels of human capital (i.e., work experience and educational attainment) while

varying the signals of skin colour via different photographs on the resume, | can demonstrate

! This decision is explained in more detail in the theoretical framework. The discussion also highlights the

importance of conducting similar research for women and other gender identities.



how these signals affect racial discrimination during job applications.

To the best of my knowledge, | am the first to examine racial discrimination based on
skin colour in the Dutch labour market through photographs. By exploring the influence of
skin colour on job opportunities for black and white men, | attempt to improve the
understanding of racial discrimination within the Dutch labour market. Another contribution
of this research is examining the extent to which levels of racism vary between different
educational levels. | seek to advance the awareness of the possibilities and restrictions of
education in reducing inequality. These insights potentially give policymakers and employers
new perceptions about a significant yet often overlooked group of the Dutch population.

Theoretical Framework
The “just world hypothesis”

An important grounding of the ideology of equality in the Netherlands can be
described with the “just world hypothesis” (Lerner, 1980; van den Broek, 2014). This
theoretical presumption is based on the ideology that individuals get and achieve what they
deserve. This idea validates and results in the concept of equality, suggesting that every
person has equal opportunities. However, the just world hypothesis denies the reality of
inequality.

The just world hypothesis treats the status quo as just, equal, fair, and inevitable
(Lerner, 1980; Jost & Hunyady, 2003; van den Broek, 2014). The notion that the world is as it
is meant to be provides people with existential security (van den Broek, 2014). This could
explain where the ideology of the just world comes from. Individuals have a need to feel
comfortable, even if it means ignoring or justifying inequality (van den Broek, 2014).

The ideology of the just world hypothesis is not unique to the Netherlands; it is a
philosophy that is deployed worldwide (Duru-Bellat & Tenret, 2012). Yet, societies in certain

countries believe more in the just world hypothesis than others. Researchers did a cross-
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country analysis among dozens of countries and asked citizens to what extent they thought
people got what they deserved (Duru-Bellat & Tenret, 2012; Weinberg et al., 2021). These
studies show a relationship between GDP and the belief in a just world. Countries with a
higher national income are generally more supportive of the just world hypothesis. Moreover,
results show that income inequality generally parallels with meritocratic beliefs (Duru-Bellat
& Tenret, 2012). Societies seem to believe less in a just world in countries with more income
inequality. Thus, a country’s financial position likely influences the perception of fairness in
the social system. These findings are fairly self-evident; societies with relatively high income
and little income inequality can more easily claim that the world is fair and just.

Compared to other European countries, the Netherlands scores above average in terms
of the beliefs in a just world (Weinberg et al., 2021). These convictions also seem to be
reflected in the Dutch debate about race and ethnicity.

Ethnicity and race in the Dutch context

The term race is utilised in several ways in research and is therefore susceptible to
interpretation (Essed & Hoving, 2014). Because there is no consensus about the definition, |
will first elaborate on the concept of race.

Race is frequently associated with biologically based human characteristics, so-called
“phenotypes”, which concern physical attributes such as skin colour, hair type, and facial
features (Omi & Winant, 2014; Sesardic, 2010). These visual differences have been used for
centuries to classify people into racial groups (Adelman, 2014). There is the continuing idea
of thinking that race is fixed or objective. Yet, people disregard that the selection of human
features for racial distinctions is a social and historical process (Omi & Winant, 2014;
Wekker, 2016). So, race is a social construct; each person learns a form or version of racial

classification, generally without explicit and conscious teachings (Omi & Winant, 2014)2.

2 Due to the objective of this study, | will generally use a simplified conception of race, which refers to physical
or phenotypical characteristics such as skin colour.
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Race is “real” in the sense that it has real consequences for a person’s perception of
themselves and their opportunities in life (Frankenberg, 1993; Wekker, 2016). People form
associated attributes with a racial group, which, often unconsciously, can lead to
discrimination against others (Goffman, 1963; Kang et al., 2016).

In Dutch science and public policy, alternatives to racial terms have ruled the
discourse for the past decades (Hondius, 2014). The term race has not been commonly
employed in the Netherlands since World War 11 (Nimako & Willemsen, 1993; Wekker,
2016). Instead, terms such as ethnicity, minority, and the dichotomy of Western versus non-
Western immigrant have been applied in Dutch academia and politics (Hondius, 2014). These
presumably innocent definitions are racialising people without the need to express
“distasteful” racial wording (Wekker, 2016; Wekker & Lutz, 2001).

An infamous example is the use of the terms autochtoon versus allochtoon.
Autochtoon means people from the Netherlands, and allochtoon refers to those who come
from elsewhere (Wekker, 2016). However, within the group of autochtonen, there are many
with foreign ancestors who, because of their white skin colour, successfully manage to claim
that they are Dutch (Essed, 1991; Wekker, 2016). In contrast, allochtonen are the people who
cannot make this claim because of their skin colour (Essed, 1991; Wekker, 2016). “Non-
natives of colour” remain allochtonen, never fully being included as being Dutch. Thus, being
an autochtoon can be seen as being white. Another example is found within the concept of
ethnicity. Ethnicity signifies the social system of differences between individuals based on
country of origin, language, religious beliefs, and cultural background (Okazaki & Sue, 2016).
However, in the Netherlands, a distinction is often made between Western and non-Western
ethnicities, usually meaning white versus black (Hondius, 2014; Wekker, 2016).

In other words, the Dutch seem to avoid mentioning race or skin colour by creating

and using alternative terms. The Netherlands appears to act like a country that is too tolerant
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to talk about skin colour or, even worse, racial discrimination (Hondius, 2014). There is a
more or less silent agreement not to discuss potential racial problems (Hondius, 2014).
Wekker (2016, p. 80) argues that the Dutch white sense of the self can be summarised with
the following quote: “We are a small nation, innocent; we are inherently anti-racist”. This
sense of self preserves the idea that the Dutch are colour blind, making a term such as “race”
taboo (Wekker, 2016). Wekker (2016) also argued that people felt guilt, anxiety, and fear
when they were confronted with terms such as race, skin colour, and the specific naming of
white or black instead of the usual terms like allochtoon/autochtoon or Western/non-Western
immigrant. This exposes the tensions of using racial wording in a nation that prides itself on
being anti-racist.

In other countries, the discussion of race and physical characteristics such as skin
colour is less taboo®. The United States is a good example of this. The US builds on
generations of knowledge about the struggle against racism in society (Essed, 1991). Race and
ethnicity are also frequently grouped and used interchangeably as the same construct in
discrimination and broader social science research in the US (Chrobot-Mason, 2004). Later in
the report, |1 will elaborate on how the US conducts research based on skin colour and racism.

As mentioned earlier, it is uncommon for anyone to talk directly about a potential
penalty based on skin colour in the Dutch discourse. An interpretation of the limited use of
race in Dutch studies can be that people’s physical features are deemed irrelevant and
meaningless. The experiences and identities of people based on their skin colour are
considered “unimportant”, as are their experiences of racism (Hondius, 2014; Wekker, 2016).
Moreover, racial issues might be regarded as an outdated problem without any relevance in

the 21st century (Essed & Hoving, 2014). Some research even supports these ideas by arguing

3 There are also contexts where it is prohibited to study race, such as France. As in the Netherlands, the
discussion in France is centred around alternative terms such as immigrants, the poor, and the place of residence
(Amiraux & Simon, 2006). Because this literature is generally colour-blind, I have not included it in this study.
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that skin colour or race is not of great significance in the Netherlands (Veenman, 2010).
However, ignoring race makes acknowledging and examining racism a significant challenge.

In this research, | will respond to this critical gap in the literature by exploring to what
extent race matters in the Netherlands. More specifically, 1 will conduct a field experiment
where | will strip away socio-cultural signifiers to examine whether the physical identifier of
skin tone affects a person’s opportunities*. Put differently, I intend to use skin colour as a
proxy for race to assess whether it challenges the just world hypothesis in the Netherlands.
Racial discrimination in the Dutch labour market

Again and again, research in the Dutch context shows that the place of birth and social
context play a significant factor in what is allotted to a person. Since the 1970s, a great body
of research has emerged in the Netherlands on the existence of labour market discrimination
based on ethnicity. These studies, using correspondence tests and in-person audits, show
similar results; the discrimination of ethnic minorities during job applications (e.g.,
Andriessen et al., 2012; Blommaert et al., 2013; Bovenkerk, 1977; Bovenkerk et al., 1995;
Thijssen et al., 2020). Dutch applicants were invited for a job interview up to 40% more often
than applicants with a non-Western background (Moroccan, Turkish, Surinamese or
Antillean). Nevertheless, these studies have minimal or no mention of skin colour nor racial
discrimination.

Even though there is limited research on racial discrimination within the Netherlands,
there are several qualitative studies that recognise race and the ways in which it shapes the
lives of people. One of the first studies is by Essed (1991), who conducted interviews with
black women in the Netherlands. These women pointed out that they expected racism in
practically all interactions with whites. They also stated the difficulty of covert racism: “No

one ever said to me: you cannot do that because you are black”. Essed (1991) argues that the

4| describe the details of the procedures and implementation later in the methods section.
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discourse of racism is changing and that it is increasingly infused with the idea that blacks
have a cultural deficit. Similarly, van den Broek (2014) states that “old” forms of expressing
overt hatred and violence aimed at black people are considered socially unacceptable
nowadays. Nevertheless, more subtle forms of racial discrimination, such as exclusion and
marginalisation, are barely recognised as racism. Everyday marginalisation of blacks is
associated with supposed cultural differences, making racial exclusion seem just and fair
(Essed & Hoving, 2014; van den Broek, 2012, 2014).

Moreover, Hondius (2014) interviewed black people in the Netherlands and asked
questions about their skin colour. Almost all of the 72 interviewees spoke about racism in the
labour market. They were certain that their skin colour was one of the determinant factors
why they were not selected in previous job applications. They experienced that white people
had negative expectations of them, such as coming late, being loud, dressing improperly, not
mastering the Dutch language, and being unintelligent. However, similar to the study by
Essed (1991), these experiences were never explicitly expressed by whites during job
applications. To respond to these experiences, | will examine racial discrimination within the
Dutch labour market. In particular, I will assess whether an applicant’s skin colour influences
their job opportunities.

Much of the research on race and racism has been conducted within America. As a
result, a considerable amount of data is available regarding the representation of black people
in American society. These statistics reveal racial gaps in unemployment; blacks are twice as
likely to be unemployed than whites (Austin, 2013; Cancio et al., 1996; Williams & Wilson,
2019). These inequalities in the American labour market have changed little since 1980. Even
though displays of explicit prejudice have been declining, the statistics of implicit prejudice
and stereotypes appear to have changed barely (Bobo et al., 2012; Devine & Elliot, 1995;

Dovidio et al., 2010). These observations are similar to the statements of Essed (1991) and
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van den Broek (2014) that racism has taken more covert and subtle forms (Bonilla-Silva,
2016; Dovidio et al., 2010; Kinder & Sears, 1981).

A large and ever-growing number of field experiments investigating discrimination
have been published in the last few decades. Most of these studies respond to job vacancies
with fictitious resumes (Bertrand & Duflo, 2017). To manipulate the perception of race or
ethnicity, they generally assign a certain name to these resumes. With a few exceptions, these
experiments offer empirical evidence of discrimination against racial minorities during job
applications - although there are substantial differences in the magnitude of the effects across
studies (Baert, 2018; Bertrand & Duflo, 2017; Quillian et al., 2017; Riach & Rich, 2002). A
meta-analysis of field experiments conducted in the United States shows that whites receive,
on average, 36% more callbacks from employers than equally qualified blacks during job
applications (Quillian et al., 2017). As mentioned earlier, these findings are consistent with
the experiences of black people in the Netherlands reported in the study by Hondius (2014).
Therefore, 1 will examine whether applicants with a black skin colour receive fewer interview

requests than their otherwise equivalent white counterparts.

Hypothesis 1: Black applicants receive fewer callbacks than equally qualified white

applicants during job applications within the Dutch labour market.

The intersection of race and education for job opportunities

Bertrand and Mullainathan (2004) demonstrated that race also impacts the benefit of a
better resume. In their study, applicants with a better resume had completed a certification
degree, more work experience, fewer gaps in their employment history, and received certain
honour awards. They showed that white applicants with higher quality resumes got 30% more

callbacks, whereas having a higher quality resume for black applicants had a much smaller
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positive effect. While one might expect that better credentials would eliminate employers’
prejudices that black candidates lack certain skills, their results do not demonstrate this.

Furthermore, a meta-analysis of European studies showed that candidates face
significantly more discrimination in the hiring process for low-skilled jobs than for high-
skilled ones (Flage, 2019). Similarly, Bovenkerk et al. (1995) conducted a study within the
Netherlands and found that the higher the educational level of the applicants, the less
discrimination they encounter. Specifically, they showed that there is less discrimination
when applying for jobs requiring a college education than for semi-skilled level jobs. Yet,
Bovenkerk and colleagues found that there was still a substantial level of discrimination
against applicants with higher-level education. These findings contradict the earlier mentioned
“just world hypothesis” and suggest that rather than serving as the great equaliser, a higher-
level educational degree does not entirely eliminate employers’ biases against blacks.
Nevertheless, it still seems that an applicant’s educational level significantly affects their
chances of getting a job in the Netherlands. Therefore, | will adopt an intersectional approach
and examine the intersection of race and education.

An intersectional approach is important because it can help to gain a better
understanding of the complexity of identities and the potential patterns of oppression that
people face within society (Gharib, 2022; Harris & Leonardo, 2018). Intersectionality looks at
multiple interactions of social identities that mutually influence social opportunities to
identify overlapping mechanisms of privilege and marginalisation (O’Donnell & Richardson,
2020). For example, if | were to examine employment opportunities only through the lens of
race, | would not be able to recognise how other aspects, such as education, might influence
racial discrimination. Thus, an intersectional approach assists in advancing the understanding
of job opportunities within different contexts.

The previously mentioned studies provide an empirical motivation to investigate the
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intersection of race and education, but these studies offer little to no theoretical justification.
Therefore, 1 will give four theoretical explanations for potential differences in racial
discrimination between educational levels.

Firstly, research suggests that employers focus more on candidates’ skills for jobs that
require a college education (e.g., account manager or finance and control employee) because
these positions generally involve more responsibilities and require special skills (Flage, 2019).
In contrast, for semi-skilled jobs (e.g., receptionist or sales assistant), employer criteria appear
to be less focused on skills but more on physical appearance and personality-based attributes
(Flage, 2019; Moss & Tilly, 2003; Pager et al., 2009). Because of this, features such as skin
colour may be more decisive for semi-skilled jobs than jobs requiring a college education.

Secondly, the difference in discrimination between the education levels could be
explained by the fact that employers are trading skin-tone status for educational status.
Employers might perceive a college education as a signal to disconfirm the generalised
negative perceptions about racial minorities, whereas a lower level of education might be
regarded as a signal that is insufficient to disconfirm these negative perceptions (Biernat &
Kobrynowicz, 1997; Kerckhoff et al., 2001).

Thirdly, the difference in hiring discrimination might be related to labour market
tightness. Evidence suggests that there is less discrimination in the selection process of jobs
that are difficult to fill (Baert et al., 2015). In other words, the smaller the supply of labour,
the less selective employers can be, and the less likely characteristics that are not directly job-
relevant, such as racial background, will play a role (Sociaal en Cultureel Planbureau, 2010).
In the Netherlands, more people are qualified to work semi-skilled jobs than jobs requiring a
college education (Ministerie van Onderwijs, Cultuur en Wetenschap, 2021). Because of this
difference, employers might be more selective towards and discriminatory against candidates

in the hiring process for semi-skilled jobs than jobs requiring a college education (Bovenkerk
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etal., 1995).

The last explanation might be that employers at higher levels are more likely to
recognise the value of diversity. Semi-skilled jobs involve more routine tasks where diversity
generally does not provide direct benefits (van Knippenberg & Schippers, 2007). In contrast,
jobs that require a college education will be more focused on knowledge-intensive tasks. It is
precisely for these kinds of tasks and jobs that diversity can add value and improve business
performance (Homan et al., 2007; van Knippenberg et al., 2004; van Knippenberg &
Schippers, 2007).

Combining earlier arguments, | hypothesise that there is less racial discrimination
against blacks for jobs requiring a college education than for semi-skilled level jobs. So, the
callbacks during job applications among black and white candidates will be more similar
when applying for jobs requiring a college education compared to semi-skilled ones.
Nevertheless, the different educational requirements for these jobs will not eliminate

discrimination in terms of callbacks between black and white applicants.

Hypothesis 2: The difference in callbacks between white and black candidates will be
smaller when applying for jobs requiring a college education than for semi-skilled jobs
within the Dutch labour market. However, black applicants who apply for jobs requiring a

college education will still receive fewer callbacks than similar white applicants.

Furthermore, intersectionality is an instrument that assists scholars in developing a
more thoughtful and explicit understanding of why they used certain characteristics and
intersections (Griffith, 2012; Harris & Leonardo, 2018). One of these intersections is that of
gender. Scholars regard race and gender as the broad structural forces that fundamentally

shape people’s economic and social opportunities (Griffith, 2012; Laveist, 1996; Warner &
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Brown, 2011). Gender is thus a social category that is critical to conduct a thorough and
unbiased examination of the role of skin colour in people’s labour market opportunities, as it
potentially affects job chances via both social and institutional pathways.

Due to time constraints and to ensure sufficient statistical power to evaluate the effect
of race, this study demanded a narrow and manageable focus. So, | was faced with the
decision of whether to conduct this study specifically for men or women?®. Even though |
preferred to conduct this research for both men and women, | have ultimately opted to focus
specifically on men for two reasons. Firstly, from my own positionality, it made sense to
follow the intersectional tradition of examining and analysing men because | identify as one
myself. Secondly, this study is the first to research the effect of skin colour on a person’s job
opportunities in the Netherlands. Therefore, | choose to study the impact on the group that is
quantitatively the most involved in the labour market and possibly also the most affected®.
However, | must state explicitly that the quantitative measurement is not an indicator of the
importance and potential harm and burden for women and other gender identities. Thus, a
critical note of this research is that the hypotheses are specifically focused on men. Later in
the discussion, the importance of doing a similar study for other groups will be addressed in
more depth.

Methods

To test the hypotheses, | have conducted a field experiment in the form of a

correspondence test. Field experiments permit the examination of the causal effect of race on

labour market outcomes in natural employment settings (Pager, 2007; Pager & Shepherd,

® To draw valid conclusions for both men and women or to exclude that gender had no effect would have
required twice as much data. In addition, this would have made the data collection procedure even more
challenging and time-consuming. However, this research was conducted as a thesis project with limited time to
collect the data. Because of this restriction, | concluded that it was not possible to study both men and women.

& The most recent data of absolute labour force participation between men and women in the Netherlands is from
2020. Roughly 4,808,200 men participated in the labour market and approximately 4,233,300 women (Centraal
Bureau voor de Statistiek, 2020b, 2020c). These figures refer to the active labour force between 15 and 75 years.
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2008). In correspondence tests, two carefully matched, fictitious applicants apply to various
job vacancies with cover letters and resumes to examine if one of the applicants is more likely
to be invited for an interview than the other (Baert, 2018; Bertrand & Duflo, 2017; Riach &
Rich, 2002).

In the Netherlands, it is customary to attach a picture to a job application (Di Stasio &
Lancee, 2020; Lancee, 2019). | took advantage of this phenomenon and created two fictitious
applicants, each with different photographs, one of a black man and one of a white man.
These photos signalled the applicants’ skin colour (and other phenotypic features), which
functioned as a proxy for race. All features of the photos are kept as equivalent as possible
(e.g., age, facial expression, hair length and colour, headpose, and background) to prevent
other factors from influencing the results’.

Other aspects of the resume were altered to similar characteristics so employers would
not receive identical resumes. Both CVs had a Dutch-sounding name, ensuring that the origin
of the candidates could not be deduced from the assigned name®. Consequently, differences in
callbacks could be attributed to the physical features of the candidates. | also did not specify
any other cultural markers (language, nationality, or religion) to isolate the effect of skin
colour. Moreover, the applicants did not differ more than one year in age. Further, I kept the
applicants’ residence areas equivalent. Specifically, | used actual addresses but with non-
existent house numbers. Both neighbourhoods were equivalent in terms of socioeconomic
status to avoid discrimination based on class.

Moreover, because jobs are examined at two distinct levels, these fictitious black and

white applicants differed in their level of education, creating four different resumes. This

| used Al-generated photos to avoid detection and potential negative implications on actual people. All images
generated by such a system are different, which made detection through the candidates' photos almost
impossible. In addition, | purchased the rights for these pictures to prevent issues with personality rights or
royalties.

8 The first names were picked from the most common names of people born in the Netherlands between 1999
and 2004. The surnames were selected from the top 50 most common Dutch surnames.
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study used two CVs for semi-skilled jobs and two for jobs requiring a college education® °,
Applicants had post-secondary vocational education (level four) for semi-skilled level jobs,
known as “middelbaar beroepsonderwijs - niveau vier (MBO)” in the Netherlands. Fictitious
candidates who applied for a job requiring a college education possessed a vocational
bachelor’s degree, referred to in the Netherlands as “hoger beroepsonderwijs (HBO)”.

To determine which vacancies to apply for, | consulted recruitment specialist Tarik
Bel Hadi. Ultimately, based on the current situation of the labour market and the time and
resource constraints of this study, we concluded to focus on the following occupations. For
semi-skilled jobs, it was accessible to apply for jobs as financial administrator, receptionist,
and sales assistant. In contrast, jobs requiring a college education were restricted to jobs in the
positions of account management, finance, and human resources?*. For a detailed explanation
of these decisions, see Appendix A.

Furthermore, the candidates had just completed their studies and had no work
experience. This background is beneficial because it suits many vacancies that do not demand
a long employment history that might influence the employer’s perception (Campos-Vazquez
& Gonzalez, 2020). A theoretical reason for examining this population is that the beginning of
an individual’s career is a crucial period with potentially harmful long-term consequences for
future occupations (Luijkx & Wolbers, 2009; Thijssen et al., 2020). This stresses the
significance of obtaining a deeper understanding of the social obstacles at the beginning of a
person’s career. However, virtually all vocational studies in the Netherlands involve one or

more internships. Therefore, | included two internships that correspond to the program of the

% In terms of layout, the CVs of candidates applying for semi-skilled jobs differed from those applying for jobs
requiring a college education. The CVs of candidates who applied for semi-skilled jobs were slightly less
professional in terms of design. This distinction has also been used in similar studies to avoid detection (e.g.,
Andriessen, 2010, 2012).

10 The resumes used in this study are not attached due to privacy considerations and potential implications for me
as a researcher. However, to ensure replicability across context and time, | can be contacted to gain further
insight into the specifics of the cover letters and resumes.

11 To keep the resumes relevant to job positions, | adjusted the specialisation of the candidate's education to fit
the vacancy in question.
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respective study in the CVs.

During all applications, I submitted two matched resumes in response to each vacancy,
both with either a post-secondary vocational education or vocational bachelor’s degree,
depending on the level of the job. Moreover, | attached a cover letter to each application?.
For a comprehensive description of the procedures, see Appendix B.

The reactions of employers to the fictitious applicants were dichotomised. Invitations
for an interview, questions for additional information, and callback requests were considered
positive responses. Negative responses included non-responses and explicit rejections.
Systematic differences in these responses to the fictitious candidates provided the measure of
racism (Riach & Rich, 2002). Responses were captured via specific email addresses and
telephone inboxes for each applicant®.

For context considerations, | registered and coded the region where the job vacancy
was located. I did this to examine whether racial discrimination differs between more or less
urbanised areas. The distinction that | applied stems from the Dutch Federal Statistical Office,
which is used to identify local differences in municipalities (Centraal Bureau voor de
Statistiek, 2018). In particular, | made three distinctions between (a) jobs offered in the four
largest municipalities (G4)*, (b) vacancies in 40 other large and medium-sized municipalities
(G32)™®, (c) and other relatively smaller municipalities (Thijssen et al., 2020).

Lastly, there were serious ethical concerns that applied to this study. The first issue is
that participants were unaware that they were involved in an experiment. It was also

impossible to attain informed consent, as informing participants would invalidate the study.

12 For each occupation, two different motivation letters were created to be sent simultaneously with the CVs.
Both the CVs and motivation letters were developed in consultation with recruitment specialist Bel Hadi.

13 Al calls were immediately sent to voicemail, which was the standard message of the mobile provider.

14 The Hague, Utrecht, Rotterdam, and Amsterdam.

15 Alkmaar, Almelo, Almere, Alphen aan den Rijn, Amersfoort, Apeldoorn, Arnhem, Assen, Breda, Delft,
Deventer, Dordrecht, Ede, Eindhoven, Emmen, Enschede, Gouda, Groningen, Haarlem, Haarlemmermeer,
Heerlen, Helmond, Hengelo, s-Hertogenbosch, Hilversum, Hoorn, Leeuwarden, Leiden, Lelystad, Maastricht,
Nijmegen, Oss, Roosendaal, Sittard-Geleen, Schiedam, Tilburg, Venlo, Zaanstad, Zoetermeer, and Zwolle.
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However, direct evidence of labour market discrimination is not obtainable by any other
method (Bertrand & Duflo, 2017; McGinnity et al., 2009). Thus, it is almost impossible to
measure how and under what circumstances skin colour influences employer behaviour
without examining actual hiring decisions. Additionally, List (2009) argues that when a study
benefits society and ensures anonymity and just treatment, the absence of informed consent is
justifiable. To minimise the inconvenience for the employer or genuine applicants, | politely
terminated the recruitment process when employers responded positively®. McGinnity et al.
(2009) contended that it is not likely that any employer would endure substantial expenses or
inconvenience with these procedures. Finally, the outcome of this study was treated
confidentially (Riach & Rich, 2002)*’. I have also attempted to keep the collection of names
and contact details of employers to a bare minimum. | aimed to study labour market
discrimination on a macro level, not discrimination by individuals on a micro level.
Specifically, I focussed on collecting general characteristics to place clear definitional bounds
on this macro-level space (e.g., the location, job position, and the required education of the
vacancies).

In sum, I took all possible actions to minimise the individual risk and inconvenience
for organisations and employers. The methodology and implemented procedures followed the
best practices of numerous studies.

Results

In total, 300 applications were sent in pairs to 150 job advertisements. The data was

collected over a period of six weeks. In these six weeks, the first two weeks were used to send

out the applications and the remaining four weeks to collect responses from employers. After

16 Specifically, when an employer contacted both applicants, | withdrew the application as promptly as possible
(within one day). However, if they only reached out to one of the applicants, | waited two days to remove the
application.

7 No data related to any individual business was distributed to ensure that the results would not directly impact
any participants. So, organisation identifying information was not made available to any third party at any stage,
including my thesis group and supervisor.
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this period, 14 pairs of matched job applications received no response and were counted as
invalid. In 42 cases of the remaining 136 pairs of applications, neither of the candidates
received a positive response. Thus, in 94 dyads, at least one of the candidates got a positive
response. Table 1 shows a breakdown of the findings relating to the pairs of matched job
applications.
Validity check

Firstly, I conducted a validity check to rule out that one of the resumes or letters got
significantly more positive responses (Baert, 2018; Bertrand & Duflo, 2017; Bovenkerk et al.,
1995). Moreover, | examined whether the time of sending the applications (first or second)
affected employer responses. All three variables were not significant at the five percent
level®. Therefore, this study found that unequal treatment was not due to the resumes, the
cover letters, or the time of sending the resumes (for the full description of the validity check,
see Appendix C).
Scale of discrimination

My first research question is whether there are differences in employers’ reactions to
white and black applicants. However, there could also be motives other than racism why one
applicant has received a positive response and the other has not (Bovenkerk et al., 1995;
McGinnity et al., 2009; Riach & Rich, 2002). It could be the case that an employer preferred
the candidate’s place of residence or internship. Any random variable could potentially result
in unequal responses. However, it can be expected that these random unequal responses
would arise at a similar level for both white and black applicants. Therefore, the random
unequal treatment can be eliminated by deducting the unequal responses against the white
candidate from the unequal responses against the black candidate. This provides the study

with a measure of unequal treatment arising out of systematic actions, also known as the “net

18 | keep a significance level of five percent throughout the study, as this is generally considered the default cut-
off point (Bryman, 2016; Field, 2018).



25

discrimination rate”.

Even though the net discrimination rate is frequently used in field experiments to
measure the magnitude of discrimination, this measure is not without controversy (McGinnity
et al., 2009). The problem is that it is not obvious which denominator is the most suitable for
this concept. Should net discrimination be measured as a percentage of all cases that received
a reaction (so also cases in which both candidates were rejected) or the cases where at least
one applicant received a positive response? In this study, | have followed the tradition of other
researchers and applied the second approach (Bovenkerk et al., 1995; Fibbi et al., 2021;
McGinnity et al., 2009; Riach & Rich, 2002). However, when this study reported a significant
finding, | also included the relative callback rate, which indicates how much more likely the
white candidate is to receive a positive response compared to the black one (Fibbi et al.,
2021). The advantage of this measure is that it is independent of the denominator (McGinnity
et al., 2009).

Test of the hypotheses

There were 94 dyads (N) in this study when only considering those pairs in which at
least one candidate received a positive response (see Table 1). Equal treatment, where both
candidates were invited, occurred in most cases, namely in 74.5% (100/94*70) of the usable
observations. Nonetheless, the importance of skin colour becomes vividly obvious when
looking at the unequal treatment of black and white applicants side by side (See Figure 1).
Unequal responses towards black candidates happened in 23.4% (100/94*22) of the usable
dyads (only the white candidate received a positive response, while the black candidate did
not). Conversely, unequal responses toward the white candidate appeared in only 2.1%
(100/94*2) of the cases.

The unequal reactions against the black candidate minus that of the white candidate

provide the net discrimination rate of 21.3% (100/94*20). In concrete terms, this rate suggests
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that when equally qualified men apply for a job in the Dutch labour market, there appears to
be a 21.3% chance that a black candidate will not get a callback for a job interview while a
white candidate does. The net discrimination rate of 21.3% is significant at the five percent
level, thereby accepting Hypothesis 1 (for the detailed computation of this hypothesis, see
Appendix D). Thus, this study found that black applicants receive significantly fewer
callbacks than white applicants during job applications within the Dutch labour market.

Because the difference in callbacks between white and black candidates is significant,
| also calculated the relative callback rate. This study found a relative callback rate of 1.28
against black male candidates®®. This means that to get a positive response for a job interview,
black applicants must send 28 percent more applications than white applicants.

Table 1: Results of Correspondence Testing

Total pairs of applications 150
No response 14
Neither invited 42
Usable applications 94
Both invited 70
Only white applicant invited 22
Only black applicant invited 2
Net discrimination against black applicant 20
Net discrimination against black applicant in % (100/94*20) 21,3%*
Note. *p < .05

19 Overall, the white candidate had a positive response rate of 67.7% (100/136*92), while the black candidate
had a positive response rate of 52.9% (100/136*72). This translates into a relative callback rate of 1.28
(67.7%/52.9%).
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Figure 1: The Difference in Unequal Treatment
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In Hypothesis 2, | proposed that the difference in callbacks between white and black
candidates would be smaller when applying for jobs requiring a college education than for
semi-skilled jobs within the Dutch labour market. To test this hypothesis, | used a Chi-square
test. The Chi-square in this study was below the threshold to reject the null hypothesis at the
five percent level (see Appendix E). Therefore, | did not find a significant difference in the
net discrimination rate between semi-skilled jobs and jobs requiring a college education. So,
Hypothesis 2 is rejected. This conclusion was not unanticipated because there is little
difference in the net discrimination rate between the education requirements of the jobs; the
net discrimination rate of semi-skilled jobs is 19.6%, and for jobs requiring higher education,

22.9% (see Table 2).
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Table 2: Results for Semi-Skilled Jobs and Jobs Requiring a College Education

Semi-skilled Jobs requiring a
jobs college education

Total pairs of applications 75 75

No response 6 8

Neither invited 23 19

Usable applications 46 48

Both invited 33 37

Only white applicant invited 11 11

Only black applicant invited 2 0

Net discrimination against black applicant 9 11

Net discrimination against black applicantin %  19,6% 22,9%

Additional analysis

To fully utilise the data, | have conducted additional analyses. Specifically, | examined
whether there were differences in the discrimination between job types and between different
job locations. As in Hypothesis 2, | used a Chi-square test to assess these differences®.

Organisations were tested in various locations. As explained in the methods section, |
have distinguished between more and less urbanised areas. In this case, “G4” is the most
urbanised and “other municipalities” the least. As is shown in Figure 2, there is a slight
difference in the discrimination rate between the three locations in the direction that the less
urbanised the municipalities, the more discrimination. However, according to the Pearson
Chi-square test, these differences were not statistically significant at the five percent level (p =

0.47) (for the detailed breakdown, see Appendix F)2L.

20 However, this time | performed the calculations with SPSS because there was a chance that an assumption of
the Chi-square test would be violated. The conventional rule of thumb is that all expected values in each cell are
greater than five (Field, 2018). When more than 20% of the cells have an expected value of less than five, an
alternative test should be performed, such as a Fisher’s exact test.

2L In this case, | could use the Pearson Chi-square test because the number of cells below five was 16.7% and did
not exceed the 20% cut-off.
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Figure 2: The Net Discrimination Rate Based on Job Location
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Six different job types have been tested among two distinct educational levels. | tested
the jobs as financial administrator, receptionist, and sales assistant for semi-skilled jobs. In
contrast, for jobs requiring a college education, | examined jobs in the positions of account
management, finance, and human resources. Discrimination against the black candidate
occurred in each occupation at various levels. Nevertheless, the differences between jobs were
not statistically significant at the five percent level according to the Fisher exact test (p =
0.66) (for the detailed breakdown, see Appendix G)?.

Discussion

This study focuses on skin colour as a proxy for race and examines its influence on job
opportunities in the Dutch labour market. Applying for entry-level jobs with equivalent
resumes and cover letters provided clear evidence of racism against black male applicants in
the Netherlands. | demonstrated that black applicants received significantly fewer callbacks

than white applicants during job applications. Specifically, | showed that blacks must submit

22 33.3% of the cells had an expected count less than five; this violated the assumption of the 20% threshold for a
Chi-square test. Therefore, | had to resort to the Fisher exact test.
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28 percent more job applications than equally qualified white applicants to receive a callback
from employers. This rate can be considered a minimum percentage of racial discrimination
against black candidates because it refers only to the callbacks for an interview and not to any
possible subsequent unfair treatment (Bovenkerk et al., 1995). These racial disparities
demonstrate the significance of skin colour in the Dutch labour market. Moreover, these
findings challenge the just world hypothesis and contradict that every person has equal
opportunities.

The differences between white and black applicants in this research were perhaps
predictable based on empirical findings in other contexts. However, to the best of my
knowledge, this is the first study to offer causal support for the negative effect of skin colour
on job opportunities for black male candidates in the Netherlands. Therefore, | compare the
results with the findings of studies from a different context. Remarkably, the relative callback
rate of 1.28 found in this study is largely comparable to findings from meta-analyses in the
United States (1.36) (Fibbi et al., 2021; Quillian et al., 2017). So, it appears that there are
similar rates of racial discrimination, yet with a different awareness of racial problems.
Whether the results of this study will translate into more awareness of racial issues in the
Netherlands remains to be seen.

In this study, the prevalence of discrimination against blacks became obvious when
comparing the results of the applications side-by-side. Without this comparison, there would
be no direct evidence of discrimination because the employers did not display any explicit
bias against the fictitious black candidate. For example, none of the employers stated that the
candidate’s skin colour had something to do with their rejection. Thus, the discrimination
against black candidates in this study is not characterised by overt racism or clear prejudice
expressed towards the candidates. Instead, the behaviour of employers is instrumental in

demonstrating that black job applicants are discriminated against in the labour market. This
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observation is also in line with the ideas of van den Broek (2014) and Essed (1991) that
racism has taken more covert and subtle forms in the Netherlands. It might also explain why
skin colour or racial issues are a low-key topic in Dutch discourse.

However, this study demonstrated that even in the 21st century, skin colour has real
consequences on a person’s life chances and that the Netherlands is not “innocent and
inherently non-racist”. Moreover, | showed that a more nuanced political and academic
discourse is needed, where skin colour and race become part of the dialogue rather than
merely referring to presumably innocent identities (ethnicity, minority, or
autochtoon/allochtoon). Lastly, this study proved that Essed’s (1991) call for more research
into racism within the Netherlands is still relevant today.

Nevertheless, this study did not find significant evidence for Hypothesis 2, which
stated that the difference in callbacks between white and black candidates would be smaller
when applying for jobs requiring a college education than semi-skilled jobs. Therefore, I did
not find that a higher-level educational degree decreased racial discrimination against blacks.
This result contradicts several previous findings within the literature (Bertrand &
Mullainathan, 2004; Bovenkerk et al., 1995; Flage, 2019). However, it is necessary to note
that earlier studies have used semi-skilled jobs as jobs that do not require any education
(Bovenkerk et al., 1995; Flage, 2019). In contrast, jobs requiring a college education typically
involved a scientific degree. In this study, both job levels held a vocational education, which
might be seen as similar in the eyes of employers. This could explain why this study did not
find a significant difference between the different educational requirements of the jobs.
Another explanation of this finding might be that there is no difference in racial
discrimination between different levels of education in the Netherlands. Employers might
focus on physical appearance attributes regardless of the job positions or tightness of the

market. Moreover, educational qualifications may not be enough to counteract the generalised
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negative perceptions of racial minorities. The last explanation for the insignificance could be
due to methodological issues that made it unlikely to find significant results. I will elaborate
on this in the limitations. Clearly, more work needs to be done to understand the interaction
between education and skin colour and its effect on job opportunities in the Netherlands.

This study hinted at an interesting possible link in the additional analyses. However,
there needs to be more research to draw any conclusions. In the explorations, | looked at
whether there were different levels of racial discrimination within different geographical
contexts. It seemed as if the less urbanised the municipalities, the more racial discrimination
against the fictitious black candidate occurred. Even though the results pointed in this
direction, there was not enough power to be considered statistically significant due to the
relatively small sample size. However, the small sample might have also caused a skewed
presentation of the findings, so this suggestion should be treated with caution. The potential
differences in discrimination rates between urban and rural settings form an interesting area
for future research. Especially since research in other contexts, such as Switzerland, has found
significant differences in the discrimination rates between rural and urban settings (Fibbi et
al., 2021).

Thus, | showed that employers discriminate against black male applicants in the Dutch
labour market. In addition, | did not find that a higher-level educational degree would reduce
discrimination. Even though this study is not focused on policy implementations, my insights
suggest that policymakers should pay more attention to employers rather than interventions
aimed at improving the education of racial minorities to enhance employment opportunities in
the Netherlands. Although there is no consensus in the literature on how to deal with
employment discrimination, based on my findings, it seems important to emphasise
standardising hiring procedures, pre-determining qualifications, anonymous applications, and

clear and concrete anti-discrimination policies by the Dutch government (Bragger et al., 2002;
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Fang et al., 2018; French, 2017; Krause et al., 2012; Midtbgen, 2014).

Despite the implications discussed above, the current research has several limitations.
I will start with one of the key limitations, namely that this study focused specifically on male
candidates. Because this study did not assess how employers would respond to women (or
other gender identities), the findings cannot be generalised to all black candidates. The
discrimination rate might have varied if the tests were conducted for female applicants.

Since discrimination in the labour market can have destructive effects on people’s lives, it is
essential that research extensively explores the potential effects for every person that could be
impacted. Having clear insight into all systemic mechanisms at play and their interaction is
vital to breaking these systems down. Policymakers need to be thoroughly informed if they
aim to protect marginalised groups against structural discrimination in the future. Therefore, |
want to underline that future research should study the extent skin colour influences hiring
chances for women and other gender identities.

The following limitations are concerned with the methods of this study. By their
nature, correspondence tests only examine a particular point in the application process.
Specifically, this method only measures the callbacks for interviews and does not care about
whether the applicants get the position and the proposed salary conditional on getting the job.
Reduced invitations to job interviews would likely translate into reduced job offers.
Nevertheless, based on these results, | cannot make any claims about gaps in hiring and
earnings. This is not necessarily a serious issue because evidence suggests that discrimination
mainly occurs during the selection for interviews when information about the candidate is at a
minimum, not at the later stages (Bovenkerk, 1992; Pager, 2007). Moreover, social and
personal networks are a common path by which people find jobs, but these channels could not
be studied with the current methodology. Further, the photos used in this study were kept as

similar as possible. However, | have not empirically tested the perceived attractiveness,
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competence, age, and warmth of the people in these pictures. Hence, any of these factors
could have affected the results.

Another critical limitation is the size of the sample. All data was collected as part of a
thesis, for which there were few resources. This meant | had to send out all applications
manually within a limited time frame. Compared to studies from several decades ago, the
sample size of this study is sufficient (e.g., Jolson, 1974; McGinnity et al., 2009; Pager,
2003), but compared to recent studies, it is relatively small (e.g., Campos-Vazquez &
Gonzalez, 2020; Thijsen et al., 2020). The relatively small sample could have decreased
statistical power to detect effects (Acock, 2005; Field, 2018). Moreover, a small sample can
be problematic because findings tend to be incorrect estimates of the corresponding
population (Leppink et al., 2016). This means that this research may form a conservative test
of the hypotheses. Instead, using a larger data set would permit more powerful hypothesis
tests and control for other variables. As such, future research should investigate a larger
sample with more dyads. This would also allow more characteristics and intersections to be
examined alongside skin colour and the effect on job opportunities.

The following limitation is the scope of this study. The effects of racism might vary
across the population, perhaps concentrated in certain groups (Pager et al., 2009). Yet, many
important aspects were not examined in this study. With all experiments of this nature, it was
not feasible to explore all segments of the labour market, such as the public sector (e.g.,
education, healthcare) and jobs requiring years of experience (e.g., directors, doctors)
(McGinnty et al., 2009). Moreover, this study was only focused on a few job positions. Even
though I did not find a significant difference in the discrimination rate between jobs, future
research should explore this more thoroughly. In addition, there are numerous intersections
that, in combination with skin colour, could affect labour market opportunities (e.g., family

situation, handicap, sexuality, and religion). Therefore, future research is encouraged to
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examine whether and to what extent these characteristics combined with skin colour would
influence hiring chances in the Dutch labour market.

Lastly, racism is often concealed and is not a straightforward matter to examine
(Pager, 2003). The experiment in this study allows me to infer the effect of skin colour on
labour market opportunities with great certainty, but the effects of racism are narrowly
defined. For example, the broader impacts of racism over the life course are more difficult to
establish (Pager et al., 2009). In addition, it is not evident why employers have discriminated
against the fictitious applicants. For this reason, future research should employ triangulation,
that is, a combination of methods to try to expose a more comprehensive understanding of
racial discrimination.

In conclusion, this study is important in the broader context of the just world
hypothesis and the continuation of systemic racism. | realise that the observations in this study
are just one aspect of racism, so the findings that | have reported are only a small part of a
larger issue. Yet, | was able to provide a clear and measurable indicator of the potential racial
discrimination against black men and their likelihood of getting a job interview in the Dutch
labour market. This paper will hopefully stimulate future research into the role of skin colour

and race in the Dutch context to create a society where everyone has equal opportunities.
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Appendix
Appendix A: Explanation of the Selected Jobs

Bel Hadi’s first advice was to apply for jobs in the private sector because of the
current labour market situation. Bel Hadi pointed out significant shortages in public sectors
such as education and health care. Almost everyone would be hired in these sectors, even if
applicants would not have the right work experience. Instead, he advised conducting research
in business-related fields.

To determine whether there was a difference in candidates’ chances of success, the
candidates needed a reasonable chance of being invited for a job interview. Yet, producing
CVs and letters for each vacancy was not possible within resource and time constraints.
Therefore, Bel Hadi advised focusing on a limited number of jobs. However, he also indicated
that focusing on one or two specific jobs would be problematic due to the limited time frame
of this study. Instead, Bel Hadi argued that it would be more sensible to use a small selection

of business-related jobs.
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Appendix B: Explanation of the Procedures

As shown in the table below, the order in which the resumes (and related attributes)
were submitted was rotated during the data collection. For instance, first | applied by
submitting “CV one” with a photo of a black person and “cover letter one”. A couple of hours
later, I applied for the same job by sending “CV two” with a picture of a white person and
“cover letter two”. The order was then changed when | reacted to the next job vacancy. This

procedure was followed throughout the data collection.

Table: Order of Applications

Job First Application Second Application

Vacancy CV Photg of Cover Letter CVv Photc_) of Cover Letter
Applicant Applicant

1 Cv1l Black Letter 1 CV 2 White Letter 2
2 CVv1l White Letter 1 CV 2 Black Letter 2
3 CV 2 White Letter 1 CVv1l Black Letter 2
4 CV 2 Black Letter 1 CV 1l White Letter 2
5 CV 2 White Letter 2 CVv1l Black Letter 1
6 CV 2 Black Letter 2 CV 1 White Letter 1
7 CVv1l Black Letter 2 CV 2 White Letter 1
8 CV1l White Letter 2 CV 2 Black Letter 1

I responded to publicly advertised vacancies on online job markets (e.g., job portals)
because this is the most common way of applying for jobs nowadays (Smith, 2020). Positions
advertised by recruiters, instead of employers themselves, were excluded from the study to
minimise the risk of detection (McGinnity et al., 2009). In addition, some job positions
presented technical obstacles that prevented them from being examined. For example, |
eliminated vacancies listed on websites with IP scanners, checked home addresses, and
required extensive cover letters. Lastly, an employer or organisation could only be included
once in the data; those where | had previously applied were excluded from subsequent

applications.
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Appendix C: Validity Check

It is essential to determine whether one of the resumes or cover letters got significantly
more positive responses (Baert, 2018; Bertrand & Duflo, 2017; Bovenkerk et al., 1995). This
could happen when one of the resumes or letters was unconsciously more appealing or had
higher quality. The following validity check was applied to examine these potential
differences. Overall, there were 24 unequal responses where one applicant received a positive
reaction and the other did. Unequal treatment occurred 12 times when “resume one” was used
and 12 times when “resume two” was applied?. Moreover, in 11 cases “cover letter one” was
utilised and in 13 cases “letter two” was employed.

The null hypothesis is that the cover letter or resume is not the cause of the unequal
response. The likelihood of a positive reaction is than 50% for both resumes and cover letters.
In an ideal situation, this would mean that of the 24 unequal responses, 12 cases should be due
to “cover letter one” and “resume one”, and 12 cases should emerge from “cover letter two”
and “resume two”. Following Bovenkerk et al. (1995), I used the standard deviation of the
binomial curve F = \/ﬁ to compute the deviation for which the null hypothesis is not
rejected at the five percent level. In this case, p and q are the probability of positive reactions
to “cover letter or resume one” and “cover letter or resume two”. So, F =+/24 * 0.5 * 0.5 =
2.45. The null hypothesis at the five percent level will not be rejected when the mean value is
not more than £ 1.96F in a normal distribution. Put differently, a resume or cover letter may
not contain more or less than 12 + 4 = less than eight or more than 16 cases out of the 24 total
unequal responses. The resumes exhibited a perfect distribution. Both resumes had the exact

same likelihood of an unequal response, which leads to the conclusion that unequal treatment

23 Even though the resumes differed in format between candidates applying for semi-skilled jobs and jobs
requiring a college education, | did bundle them together as one group for the validity check. The rationale
behind this decision is that the content of the resumes did not differ, apart from the level of education. Bundling
the two types of resumes together also provides the validity check with more statistical power.



49

is not due to the resumes. Moreover, because the unequal reactions to the various cover letters
were 11 and 13 respectively, it can be concluded that unequal treatment was not caused by the
letters.

Furthermore, it is relevant to exclude that the time of sending the applications did not
affect unequal treatment. Of the 24 cases where unequal responses appeared, 12 occurred
when the application was sent first and 12 when the application was sent second. Because
there should be a 50% chance of unequal treatment among these different timings, and this
distribution was precisely the case in this study, it can also be ruled out that the timing of the

applications caused unequal treatment.
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Appendix D: Testing Hypothesis 1

There were 94 dyads (N) in this study when only considering those pairs in which at
least one candidate received a positive response. For this sample, | must compute the
minimum net discrimination rate needed to reject the null hypothesis at the five percent
threshold. Put differently, when can | accept Hypothesis 1 and assume that black applicants
receive fewer callbacks than white applicants during job applications within the Dutch labour
market.

Once more, | followed the method of Bovenkerk et al. (1995) by applying the formula:
N = 1.96F/CR*F. In this case, N is the number of usable dyads, 1.96 is the z-value at the five
percent significance level of the normal distribution, F is the standard value of the normal
distribution, and CR is the critical net discrimination rate. Thus, for N = 94, the minimum net
discrimination rate to assume that employers have racially discriminated against the
applicants at the five percent significance level is CR = 1.96F/AN*F = 1.96/N94 = 20.2%. In
other words, the null hypothesis can be rejected when the net discrimination rate is higher
than the critical rate of 20.2%.

This study had a net discrimination rate of 21.3% (100/94*20) against black
applicants. The discrimination rate of 21.3% is higher than the 20.2% needed to reject the null
hypothesis at the five percent level, so black applicants receive significantly fewer callbacks

than white applicants.
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Appendix E: Testing hypothesis 2
To conclude that there is a significant difference at the five percent level, the value of
Chi-square for the difference in net discrimination needs to be larger than 3.84 with the

degrees of freedom of one (df=1)*. To calculate the Chi-square, | used the formula:

(observed — expected)?

expected

The expected value is based on the null hypothesis that there is no difference in net
discrimination between semi-skilled jobs and jobs requiring a college education. This implies
that the net discrimination should be evenly distributed between the two categories.
Specifically, the expected value = usable applications of a category * the general net
discrimination rate against black applicants in percentages (without considering the
distribution of the categories as presented in Table 1). In other words, the expected value of
net discrimination for semi-skilled jobs is (46*21.3% =) 9.798 and for jobs requiring a college

education, (48*21.3% =) 10.224 (see Table 2) 26, This results in the following equation:

2 _ (9-9.798)% | (11-10.224)?
T 9798 10.224

=0.124.

The Chi-square 0.124 is below the threshold of 3.84 to reject the null hypothesis.
Hence, there was no significant difference in the net discrimination rate between semi-skilled

jobs and jobs requiring a college education at the five percent level.

24 | used df = 1, because there are two categories (semi-skilled jobs and jobs requiring a college education) and df
= number of categories — 1.

5 To avoid rounding errors, expected values in Chi-square calculations should be expressed to four decimal
places (Western Washington University, 2014).

% The Chi-square test demands that at least 20% of the categories have an expected count greater than five,
otherwise the test will be invalid (Field, 2018). Both categories have an expected value above five, so this
assumption is not violated.



Appendix F: Description of the Chi-Square Test for Different Job Locations

Table: Results of Correspondence Testing Based on Job Location

G4 G32 Other
municipalities

Total pairs of applications 66 30 54
No response 7 4 3
Neither invited 14 8 20
Usable applications 45 18 31
Both invited 36 13 21
Only white applicant invited 1 1 0
Only black applicant invited 8 4 10
Net discrimination against black applicant 7 4 10
Net discrimination against black applicant in % 15,6% 22,2% 32,3%

Table: SPSS Computation

Equal treatment

Unequal treatment Total

G4

G32

Other municipalities

Total

Count
Expected count
Count
Expected count
Count
Expected count
Count

Expected count

36
33,5
13
13,4
21
23,1
70
70

9
115
5
4,6
10
79
24
24

45
45
18
18
31
31
94
94

52

Note. One cell (16.7%) has an expected count of less than five. Pearson Chi-square p = 0.47.

Unequal treatment happened when one applicant received a positive response and the other

did not.



Appendix G: Description of the Chi-Square Test for Different Job Types

Table: Results of Correspondence Testing for Different Occupations

53

Semi-skilled jobs

Financial Sales

administrator Receptionist assistant
Total pairs of applications 35 20 20
No response 2 3 1
Neither invited 11 8 4
Usable applications 22 9 15
Both invited 14 7 12
Only white applicant invited 1 0 1
Only black applicant invited 7 2 2
Net discrimination against black applicant 6 2 1
Net discrimination against black applicant in % 27,3% 22,2% 6,7%
Jobs requiring a college education

Account HR- Finance

manager employee  employee
Total pairs of applications 35 20 20
No response 3 2 3
Neither invited 11 2 6
Usable applications 21 16 11
Both invited 16 11 10
Only white applicant invited 0 0 0
Only black applicant invited 5 5 1
Net discrimination against black applicant 5 5 1
Net discrimination against black applicant in % 23,8% 31,3% 9,1%




Table: SPSS Computation

54

Equal treatment  Unequal treatment  Total
Financial administrator ~ Count 14 8 22
Expected count 16,4 5,6 22
Receptionist Count 7 2 9
Expected count 6,7 2,3 9
Sales assistant Count 12 3 15
Expected count 11,2 3,8 15
Account manager Count 16 5 21
Expected count 15,6 54 21
HR-employee Count 11 5 16
Expected count 11,9 4,1 16
Finance employee Count 10 1 11
Expected count 8,2 2,8 11
Total Count 70 24 94
Expected count 70 24 94

Note. Four cells (33.3%) have an expected count of less than five. Therefore, the Pearson Chi-

square is invalid. Instead, Fisher’s exact test p = 0.66. Unequal treatment happened when one

applicant received a positive response and the other did not.
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Appendix H: Ethics and Privacy Checklist
PART I: GENERAL INFORMATION

Project title: Discrimination in the Dutch Labour Market: A Correspondence Test of Race
and Education

Name, email of student: Dennis van Doornik - 625516dd@student.eur.nl!

Name, email of supervisor: Dr Bonnie French - french@essb.eur.nl (second: Jennifer
Holland - j.a.holland@essb.eur.nl)

Start date and duration: Jan- Jun 2022

Is the research study conducted within DPAS YES - NO

If 'NO’: at or for what institute or organization will the study be conducted?
(e.g. internship organization)

PART II: HUMAN SUBJECTS
1. Does your research involve human participants. YES - NO
If 'NO’: skip to part V.

If "YES’: does the study involve medical or physical research? YES - NO
Research that falls under the Medical Research Involving Human Subjects Act (WMO) must first be
submitted to an accredited medical research ethics committee or the Central Committee on Research
Involving Human Subjects (CCMO).

2. Does your research involve field observations without manipulations
that will not involve identification of participants. YES - NO

If 'YES’: skip to part 1V.

3. Research involving completely anonymous data files (secondary
data that has been anonymized by someone else). YES - NO

If 'YES’: skip to part IV.



PART III: PARTICIPANTS

10.

Will information about the nature of the study and about what
participants can expect during the study be withheld from them?

Will any of the participants not be asked for verbal or written
‘informed consent,” whereby they agree to participate in the study?

Will information about the possibility to discontinue the participation
at any time be withheld from participants?

Will the study involve actively deceiving the participants?

Note: almost all research studies involve some kind of deception of participants. Try to
think about what types of deception are ethical or non-ethical (e.g. purpose of the study
is not told, coercion is exerted on participants, giving participants the feeling that they
harm other people by making certain decisions, etc.).

Does the study involve the risk of causing psychological stress or
negative emotions beyond those normally encountered by
participants? ’

Will information be collected about special categories of data, as
defined by the GDPR (e.g. racial or ethnic origin, political opinions,
religious or philosophical beliefs, trade union membership, genetic
data, biometric data for the purpose of uniquely identifying a person,
data concerning mental or physical health, data concerning a person’s
sex life or sexual orientation)?

Will the study involve the participation of minors (<18 years old) or
other groups that cannot give consent?

Is the health and/or safety of participants at risk during the study?

Can participants be identified by the study results or can the
confidentiality of the participants’ identity not be ensured?

Are there any other possible ethical issues with regard to this study?
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YES - NO
YES - NO
YES - NO
YES - NO
YES - NO
YES - NO
YES - NO
YES - NO
YES - NO
YES - NO

If you have answered ‘YES' to any of the previous questions, please indicate below why
this issue is unavoidable in this study.

I have discussed the ethical considerations at length in the methods. Although this study
technically involves human participants, the interactions I had were with "companies”
through job applications. So while a person may be responding to my fictitious job
applications, it is really the companies that were the participants.
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What safeguards are taken to relieve possible adverse consequences of these issues
(e.g., informing participants about the study afterwards, extra safety regulations, etc.).

Participants were unaware that they were involved in an experiment. It was also
impossible to attain informed consent, as informing participants would invalidate the
study. However, direct evidence of labour market discrimination is not obtainable by any
other method (Bertrand & Duflo, 2017; McGinnity et al., 2009). Additionally, List (2009)
argues that when a study benefits society and ensures anonymity and just treatment, the
absence of informed consent is justifiable.

Are there any unintended circumstances in the study that can cause harm or have
negative (emotional) consequences to the participants? Indicate what possible
circumstances this could be.

This methodology required the deception of fictitious candidates and their applications for
jobs. To minimise the inconvenience for the employer or genuine applicants, I terminated
the recruitment process when any job inquiries were made. Specifically, when an
employer contacted both applicants, I withdrew the application as promptly as possible
(within one day). However, if they only reached out to one applicant, I waited two days
to remove the applications. McGinnity et al. (2009) contended that it is not likely that
any employer would have endured substantial expenses or inconvenience with these
procedures.
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PART IV: SAMPLE
Where will you collect or obtain your data?

I responded to job openings within the Dutch labour market. I sent two resumes in
response to each vacancy, both with either a post-secondary vocational education or
vocational bachelor’s degree, depending on the level of the job. I randomly assigned a
photo of a black man and a white man to these resumes. In order not to raise suspicion,
I applied with a difference of a couple of hours. The applications were to publicly
advertised vacancies on online job markets (e.g., job portals).

The reaction of employers to the fictitious applicants was registered. Systematic
differences in interview requests of the fictitious candidates provided the measure of
racism (Riach & Rich, 2002). Responses were captured via specific email addresses or
telephone inboxes for each applicant. All calls were immediately sent to voicemail, which
was the standard message of the mobile provider.

What is the (anticipated) size of your sample?
I expected to respond to about 100 to 150 different vacancies. I responded to 150.
What is the size of the population from which you will sample?

The population includes all companies/job vacancies in the NL in business related fields.
It is therefore not possible that any company will be singled out.
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Part V: Data storage and backup
Where and when will you store your data in the short term, after acquisition?
On a USB stick with a password.

Who is responsible for the immediate day-to-day management, storage and backup of
the data arising from your research?

Dennis van Doornik (myself)

How (frequently) will you back-up your research data for short-term data security?

Once a week
In case of collecting personal data how will you anonymise the data?

The outcome of this study was treated confidentially (Riach & Rich, 2004). No data was
distributed relating to any individual business to ensure that the results would not
directly impact any participants. So, organisation identifying information was not

made available to any third party at any stage, including my thesis group and supervisor.
In sum, I took all possible actions to minimise the individual risk and inconvenience to
organisations and employers.



